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FOREWORD

In recent years there has been an increase in manifesta-
tions of unrest or dissent for young people throughout the
world against institutions of authority, including the Army.
The Research Analysis Corporation has undertakeh'ﬁlstudyjﬁith‘
Institutional Research funds.-to examine the nature of dissent
and the characteristics of dissidents in the Army, and then to
examine Army practices, procedures, and customs to learn whether
or how they might be related to expressions of dissent.

Volume I in the report of this study developed methodology
for examining the problem of dissent on an analytical basis.
This report goes on to further refine the scaling of dissident
activities and to examine servicemen's opinions about Army
practices and procedures—likes, dislikes, and suggestions for
change. Surveys of stratified random samples of servicemen in
grades E1 through colonel were conducted at six major installa-
tions in CONUS. Analysis of the survey results permits sugges-
tions as to emphases in programs and practices which might
serve to improve servicemen's regard for Army service. .

R. WILLIAM RAE
Acting Head
Public Communications and Safety Department
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SUMMARY

OBJECTIVES

(a) To categorize and order dissident activities in the US Army,
and to relate these to the characteristics of known dissidents.

(b) To develop indicators that may be useful in helping commanders
to be aware of the extent of potential dissident behavior.

(¢) To suggest possible.changes in military procedures and prac-

tices that could reduce dissidence.

FACTS

(a) Opposition to US invclvement in Vietnam and to the military
draft has exacerbated anti-military feeling generally among college
students and service personnel of college age.

(b) The level of dissent in the Army has been a matter of increas-
ing concern for military commanders, resulting in a DA letter of 28 May
1969, followed by a Department of Defense (DoD) memorandum of 12 September
1969, offering guidance to commanders on dealing with dissent.

(c) This study originated from discussion with personnel of the
Directorate of Military Personnel FPolicies, Office of the Deputy Chief
of Staff for Personnel, DA, and was actively supported administratively
by that Office.

(d) This report deals with objectives (b) and (c) of the problem;
objective (a) was reported upon in Volume I ("Nature of Dissent," RAC-
TP-410, Mar T1).



FROCEDURE AND FINDINGS

Rescaling of Dissent

a. Procedure. The 1list of 19 dissident activities developed in
Volume I did not, in some respects, represent the full range of dissidence
dealt with in this study. After further analysis, that liat was revised
by combining several closely related categories and adding two new ones

to arrive at a more comprehensive and analytically more convenient list
of 13 activities or types of dissident behavior.

Another scaling experiment was conducted, with officers and enlisted
men from Ft. Jackson and Ft. Gordon serving as judges, to develop scale
values representing estimates of the relative seriousness to Army func-
tioning of the 13 dissenting activities. During the same experiment,
data were also obtained to permit classifying the motivation for the vari-
ous types of dissent into three components: systemic, i.e., complaints
about the Army system in general; humanistic, i.e., dissatisfaction with
the way the individual is treated in the Army; and political, i.e,, dis-
agreement with Army or government policies,

b. Findings. It was noted that when the data for estimates of
dissent motivation were examined according to the grade level of the
evaluator, the officer grades tended to asaign a higher percentage of
dissent to political motivation, and a lower percentage to humanistic
motivation, than did the El to E4 group. In other words, the motivation
for dissent as perceived by the group that contains must of the dissidents,
namely E1 to Ei, is based much more on the way the individual is treated
in the Army than is thought by the higher ranks.

Survey of Army Opinion
a. Procedure. A survey was conducted at six installations in CONUS

soliciting anonymous opinions from a stratified random sample of 1,051
servicemen (approximately one-half of the sample, grades E1-EL, the re-
mainder of the sample distributed generally equally among E5-E9, company
grade officers, and field grade officers) about likes, dislikes, and
potential improvements relating to conditions, practices, and customs in
the Army, as well as estimates of potential for reenlistment. Survey
responses were free, unstructured; they were classified into some 100
separate code categories, which were then grouped into five major areas
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of interest: personal comfort and convenience; economic factors; work
factors; military life; and human values.

As an addiiional part of the survey (posing the sometimes hypotheti-
cal situation that the respondent was a 22-year old enlisted man just
completing a first term of enlisted service), a quantitative estimate was
obtained of the potential for reenlistment, both before and after improve-
ments suggested by respondents had been made. The results were tabulated
to point up possible differences in reenlistment potential according to
post, grade level, Army component, years of service, branch, age, and
education level.

b. Findings. For responses relating to things liked in the Army,
it was noted that concern was low for all ranks in the area of personal
somfort and convenience. There was a heavy concentration of things liked
in the economic factors area for all grades, although substantially less
for the El1-E4 group than the others. The NCO group (ES5-E9) had the lowest
values for things liked in the work factors area. This appeared to be
due in part to feeling expressed by the NCO's that there has been an ero-
sion of their authority as a result of increasing pe}missiveness and
relaxation in discipline in the Army.

When the individual categories of "likes" within major areas of
interest were examined, it was found that the El-Ei ranks are most con-
cerned with things that contribute to personal growth and development,
e.g., travel and new experiences, in-service training and education, and
the use of the GI Bill after service. For the NCO's and officers, travel
and new experiences also rank especially high, together with economic
categories such as pay and security. Job satisfaction ranks high in
things liked by officer grades.

Dominant "dislikes" for the El-E4 group were in the categories of
pay, harassment, regimentation, and loss of personal identity. The
officer grades and NCO's indicated primary categories of dislike to be
in assignment to duty station and evaluation and promotion procedures.

The three highest ranking items in the "improvements" categories
were:

For El1-Eli's

l. Pay
2. Volunteer Army/draft modifications
3. Enhanced personal identity

3



For E5-E9's, Company Grade and Field Grade Officers

l. Pay
2. Assignment to duty station
3. Evaluation and promotion procedures.

On the average, respondents of all.ranks expressed a likelihood of
reenlistment of less than 50 percent, with E1-E4 respondents somewhat
less inclined toward reenlistment. On the assumption that the respon-
dents' suggested improvements had been made, NCO and officer ranks indi-

cated an increased average potential for reenlistment to above the

50 percent level; the E1-E4 group did not. Comparison of the responses
of the E1-E4 respondents who showed the greatest change in likelihood
toward reenlistment as a presumed consequence of the service improvements
they had suggested shows that the potential reenlistee has greater con-
cern about his health care, improved duty hours, training for his Army
Jjob, his duty assignment, less restrictive standards as to his personal
appearance and behavior, reduced harassment, and, as might be expected,
greater tolerance toward a regimented and military life.

" From the E1-E4 portion of the total sample, a subgroup termed
"potential dissidents" was selected on the basis of criteria related to
the nature of their survey responses. The responses of this subgroup of
potential dissidents were compared with the responses of the potential
reenlistees. In general, the potential dissident dislikes the threat
to maintenance of his personal identity, and he dislikes the system of
military justice; he is less concerned than the potential reenlistee
about assignment procedures and local practices at an installation. The
kinds of changes that the potential dissident feels especially strongly
about &s compared with the potential reenlistee are: draft modifications;
assurance that his personal identity can be maintained, and that his
personal attitude toward military service can be taken into account in
his Army service; a liberalization of Army policy and missions; a more
"fair" system of military justice; and a reduction in harassment. The
potential dissident is less concerned about work hours, training for
the military job, and assignment to duty station.

It should be noted that both potential reenlistees and potential
dissidents are concerned with better pay, volunteer military service, and
loss of personal identity; they differ in the degree of their concern.
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CONCLUDING REMARKS

This study has examined dissident activity in the Army, grouped
like activities into realistic and meaningful categories, and developed
a quantitative scale of seriousness for categories of dissent. The
categorization and scaling of dissent activity has utility in evaluating
dissent geographically and over time and providing a systematic and
common structure for reporting dissident activity.

In addition, the study describes the concerns of Army personnel
generally, and of potential dissidents in particular, in terms of how
well the Army as an institution is felt to satisfy their needs. Such
results can be used to sensitize staffs and commanders to the needs of
military personnel so that communication across grades can be improved,
irritating or nonproductive practices altered, and new procedures imple-
mented. The full list of responses in the "improvements" categories
should serve as a guide to problem areas where changes or potential
improvements might be made, depending on which grade group the change
is intended to affect.



ABBREVIATIONS

AUS — Army of the United States

CI — Concern Index

CIAD — Counterintelligence Analysis Detachment
CO — Conscientious Objector

CONUS — Continental United States

DoD — Department of Defense

EF — Economic Factors

HV — Human Values

ML — Military Life

ODCSPER — Office of the Deputy Chief of Staff for Personnel
FC&C — Personal Comfort and Convenience

RA — Regular Army

SD — Standard Deviation

WF — Work Factors
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INTRODUCTION

PROBLEM

The first of the two reports on this study described dissidence in
the Army and developed a methodology to scale dissident activities with
respect to their seriousness. That study used the method of paired com-
parisons to develop a quantitative scale for seriousness of dissident
activities. The resulting scale value for each dlssident activity was
further subdivided into three components—systemic, humanistic, and
political—depending on the presumed motivation for the activity. The
scale values were also applied to data from various installations in
continental United States (CONUS) to develop the relationship between
severity of dissidence and the size of the installation. Additionally
in Volume I, the Army 201 files of the more seriously dissident soldiers
were analyzed to compare characteristics of the dissident as related to
the nondissident.

Volume I was not specifically concerned with the relation between
aspects of military life~the procedures, practices, customs, and opera-
tions of military service—and dissident activity. Some military prac-
tices are irritants to the men in service. For those individuals who
might be inclined toward open dissidence, such practices may provoke
behavior which might not otherwise be exhibited. Volume I suggested
that it would be possible to reduce the amount of dissidence in military
service by changing those practices which are irritating to the men in
service, and by instituting new procedures and practices which would
make military life more attractive. It was also speculated that the
responses of servicemen to an opinion survey might lead to valid infer-
ences about the proportion of individuals who had attitudes and opinions
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that demonstrated a potential for dissident behavior above some threshold

level.

OBJECTIVES

The objectives for the full study are: (1) to determine the nature
of dissident activities in the US Army and the characteristics of known
dissidents; (2) to develop indicators that may be useful in helping com-
manders to be aware of potential dissident behavior; (3) to suggest
feasible changes in military procedures and practices that could reduce
dissidence.

These objectives imply concern not only for the reduction and con-
trol of dissidence, but also for how it may be turned to constructive
ends.

Volume II concentrates on the last two objectives,

BACKGROUND

This is a RAC Institutional Research study, conducted at RAC initia-
tive, not requiring formal support from a military sponsor. However, the
study has had the good fortune to be guided and administratively supported
by the Directorate for Military Personnel Studies, Office of the Deputy
Chief of Staff for Personnel (ODCSPER), Department of the Army. The study
arose as a consequence of conversations with Maj Gen Franklin M. Davis, Jr.,
of that Directorate, and has benefitted from his counsel and advice and
that of his staff.

During the early stages of the study, the terms "dissent" and
"dissidence" were used synonymously. In consultation with ODCSPER, the
authors developed a definition for "dissent" as given below.

Deliberate, willful activities by members of the Army
representing disagreement with Army missions/practices/
government policy that could to some degree, however
slight, adversely affect the ability of the Army to
accomplish its mission.

It is recognized that there could be some advantage in the use of
the term "dissent" in a narrower sense to describe disagreement with a
majority opinion where such disagreement does not constitute a threat to
the Army, and another term such as "dissidence" to suggest not only

10
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disagreement or dissatisfaction but a determined opposition that does
constitute a threat to the Army. Thus in Volume II, the term "dissidence"
will be used with the definition as given above for "dissent," with the
omission of the phrase "however slight."

The 1list of 19 dissident activities developed in Volume I did not
in some respects represent the full range of dissidence dealt with in
the study. Moreover, it became evident that some of the listed types of
dissident activities duplicated one another and could be combined. Also
reported in the volume, then, is a rescaling of a refined as well as a
more comprehensive listing of dissident activities, using a larger and
more varied sample of judges for scaling than had been used in the
original experiment. This work is described in Appendix A, "The Nature
of Dissidence."

Indicators of dissidence reported are developed from several sources.
Some of the indicators come from Volume I in which the characteristics
of known dissidents are analyzed. This information is supported by re-
sponses to the survey being reported herein, 1In this case, potential
dissidents are identified, and their responses are compared with the
remainder of the population not so characterized.

Many of the practices, liked and disliked, reported in this volume
will be related to the concepts of an all-volunteer army. To answer the
question of whether or not young men would volunteer for enlistment in
the service, respondents to the questionnaire were asked to make some
judgment about their own reenlistment potential, as a function of improve-
ments in service they had suggested. The improvements significantly re-
lated to reenlistment potential are treated separately in the report.

11
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THE SURVEY INSTRUMENT

DESCRIPTION

The purpose of the survey was to elicit opinions from servicemen
about conditions, practices, and customs in the Army, as well as their -
estimate of potential for enlistment. It is somewhat different from the
usual Army survey inasmuch as it did not limit response; it prohibited
any identifying information, such as service number, social security
number, or name; and was administered by RAC civilian staff members.
Respondents were encouraged to be as candid and as explicit as possible
in their responses.

The survey was administered to a stratified random sample of ser-
vicemen at six different installations in CONUS. It was an open-ended,
free-response type of survey; a copy of the survey instrument will be
found in Annex 1 to Appendix B.

The survey consisted of five parts:

Part I - What is liked about the Army?
Part II - What is disliked about the Army?

Part III — What are some omissions in Army practices that
should be instituted?

Part IV - A summarization of Parts I, II, and III indicating
how the respondent would suggest the Army be
improved.

Part V - An estimate of enlistment and reenlistment potential.
In Part I the respondent was asked to try to name (write out) five
things that he liked about the Army. After naming something liked, he
made an estimate as to how common or rare that was—the likelihood that
that would occur in the Army. After he had named the things liked, he
was asked to rank them in terms of the importance of each to him. Both

13
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the likelihood values and the importance rankings were on a 5-point
scale, 1 being most likely, and 1 being most important—5 least likely
and least important.

In Part II the respondent was asked to try to name five things that
he disliked about the Army. (The likelihood that each might occur in
the Army was estimated again, but when it was found that a problem of
double negatives sometimes arose, making it difficult to interpret this
likelihood measure, it was dropped from the analysis.) Again, after he
had completed his responses, he was asked to rank them in terms of
importance to him.

Similarly in Parts III and IV, respondents were asked to name things
that were omissions in Army practice (Part III), or that would improve
the service if implemented (Part IV), and again in each part they ranked
the things named in terms of their relative importance.

As a result of the respondent's completion of Parts I, II, III, and
IV, there were, at most, available for each respondent five likes, each
of which was rated as to likelihood of being found in the Army and then
was ranked in importance; five dislikes, ranked in importance; five
improvements related to current omissions in Army practices, ranked in
importance; and five overall improvements, ranked in importance.

The fifth part of the questionnaire dealt with reenlistment poten-
tial. A respondent was first asked to assume that he was 22 years old
and just about to complete his first term of enlisted service in the
Army. He was then asked to judge the likelihood of his reenlisting on
a 5-point scale—1 being "very likely would reenlist," and S béing "would
reenlist under no circumstances." He then was asked a second question:
"Suppose the improvements you suggested in Part IV had been made in the
Army. Now, what would be the likelihood of your reenlisting?" Again he
judged on a 5-point scale. The difference between the answers to the
second and first questions gives a quantitative measure of the effect of
the different kinds of improvements which the respondent has suggested
on the likelihood of his reenlisting.

Seven items of background data were collected on each respondent:

Grade: El to E4, E5 to E9, Company Grade and
Warrant Officer, Field Grade Officer

1L
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Component : Regular Army, Army of the United States,
National Guard, Reserve

Years of
Active Service: In class intervals of three

Present Branch: From among all Army branches
Age: In class intervals of five

Education Level: Grade School, Some High School, High School
Graduate, Some College, College Graduate,
Post-Graduate Study

THE SAMPLE

The survey was administered at six CONUS installations: EFEf. Belvoir,
Ft. Polk, Ft. Sill, Ft. Sam Houston, Ft. Hood, and Ft. Bragg. A strati-
fied, systematically random sample of servicemen stationed at these
installations was drawn for each installation. The general procedure
was to use or to develop a machine-record list of military personnel
stationed at the installation, stratified by grade'level, and then select
the appropriate number of individuals from each of the four grade strata.
Selection was on a systematic basis, i.e., drawing every nth name, with
a randomized choice of the first number. The goal at each installation
was a minimum of 90 men in the El1-E4 category and 30 in each c¢f the other
three grade levels just noted. For example, in the selection of field
grade personnel, if there were, say, 300 field grade officers assigned to
an installation, every tenth name was selected and those individuals
ordered to the assembly place to complete the questionnaire on a particu-
lar date. (Actually, a few more than the required number were drawn to
assure the minimum numbers desired.)

The logic in selecting three times as many of the junior grade
enlisted men as of the other three grade groups was to get a sample of
sufficient size that it could be expected that a representative expres-
sion of opinion was being gathered from this grade category which con-
tains the bulk of the dissident population. It is recognized that the
sampling is not representative of the servicemen of all grades in the
Army. In terms of the enlisted population in CONUS, the proportions are
about correct, but in terms of the officer population, the study sample
includes perhaps four times as many company grade officers, and perhaps

15



six times as many field grade officers, as would samples proportionate
to the actual number in each grade in the CONUS officer population.

The six posts selected for the survey were chosen because they
represented a wide range in levels of dissidence among posts in CONUS,
based on the data reported in Volume I. The survcy was administered
at the six installations during the month of June 1970.

The number of questionnaires completed at the various installations,
by grade level, is shown in Table 1. It is seen ﬁhat the sample totals
1,151 respondents—530 E1-El, 213 E5-E9, 218 company grade and warrant
officers, and 190 field grade officers. The frequencies in the break-
downs of component, years service, branch, age, and educational level
generally will not sum to the totals Jjust given inasmuch as a few respond-
ents did not furnish the full information desired (perhaps to guarantee .
further anonymity), but the data are essentially complete. The sample
summary shows, for example, that 48 percent of the E1-E4 respondents
were Regular Army, that the Veterinary Corps was the only branch not
represented,. and that 36 percent of the field grade officers had some
post-éraduate study.

CODING OF RESPONSES

The written responses of respondents to Parts I, II, III, and IV of
the survey were sorted among some 100 different code categories hy five
members of the RAC staff. The response code as developed, which deals
generally with the satisfaction of different kinds of emotional and
physical needs, is described in detail in Appendix B. The code categories
were subsequently grouped into five major areas of interest as follows:

Physical comfort and convenience includes such things as living
conditions, housing, privacy, clothing and equipment, food, and so on.
This category contained four subcategories,

Economic factors relates to the economic security of the respondent,
in terms of pay and allowances, bonus, retirement benefits, health care,
education (both during service and out of military service, after a term
of service had been completed), insurance, and other benefits which might
devolve to the individual or his family as a consequence of his service.
This category contained 15 subcategories.

16
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Table 1
CHARACTERISTICS OF SURVEY SAMPLE

Grade Level
Officers:
Co. Grade Officers:
El-Ek B5-E9 & Warrant Field Grade Total
Post No. %yNo 9 | Yo. % No. 9 No.
1 60 na 29 na 5 ) na 19 na 149
2 100 " 39 " 32 " 35 " 206
3 106 " 42 " 38 " 38 " 224
L 78 " 3‘& " 39 " 36 " 187
5 106 " 38 " 36 " 32 " 212
6 _feo " 31 n 32 " 30 " ln
Total 530 213 218 190 1151
' ' | [
Component | ' | i
RA 251 'u8 lig6 | o2 X1 19 msk 6L 602
AUS 245 | 47 16 | 8 98 | ks kg 26 408
NG 22 | b - - 1 - 1 ' 2k
RES N I -1 76 ' 35 2k 13 105
Years of Active | ' ! |
Army Service | I
1-3 510 l98 ™ 36 W3 66 15 | 8 T3 | 66
4-6 102 |27 13 39 18 3 2 9 7
7-9 1Ly - | v 7] 61 3 33 18 5k, 5
10-12 -, - |2 1n 12, 6 32 118 61| 6
13-15 N B | 8 5 2 335,19 57, 5
16-18 -l la 10 5 | 2 2l 13 so | &
19-21 -' -l ( s 3, 1 15 8 29, 3
22.24 -1 - |2 3 2 1 1 6 25 ' 2
a5-21 - - | 8 1 1 - 137 21 2
Present Branch : ‘ | |
AGC 13 3 |n I 5 8 | Lo o2 61 3
Armd 37 8 9 + & 10 | 5 16 8 T2 7T
A 711} 1, - L 2 Loy o2 16 ' 1
AMSC L1 |1 6 5 | 2 N 2 25 , 2
ANC 2,-1-1 - n 5 3 |2 16 ' 1
Arty 122 25 | 37 18 k3 | 20 5 | 26 252 | 23
ch T SRS 30, 1 4 2 91 1
CmlC 1. - -y - L 2 L |2 9 1
CE 40 | 8 |25 12 18 |, 8 o7 97 | 9
IC s ' 1|1 ! . 6 , 3 7 4 19 2
rC 1! - - ' . 1 - - 1 - 2 -
Inf 83 |11 (43 I 2 39 | 18 1 16 196 | 18
17
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Table 1 (Continued)

Grade Level
Offlcers:
Co. Grade Officers:

El-Ek4 E5-E9 & Warrant Field Grade Total
Present Branch (CoLt)‘goL: % _Ng._: %_|_ _No._ _: _%_|_ No._ J_ %_ _Ng,_;_‘i.
JAGC L R 2 ' 1 AT T I S
MC 67 | 111 s 6 ' 3 20 o 11wk 10
MSC 16 ' 3 9 1 b 29 13 13 , T]|61 1 6
MPC 24, ' 5 T 1 3 2 ; 1 2 1|35 1 3
ordc 541 1 CHRL | 5 2 I ' 2|1 | 2
QMC 13 | 3 11 ' 5 6 ' 3 b ( 2] 34 3
SigC- 16 3| 12 ' 6 5 1 2 - 4, =1313
TC 6 + 1 8 ' 4 6 ¢ 3 L , 21 24 : 2
Ve - - = 0 - 5 5 = = o S
WAC 1 ; 2 1 - 1, - 1 1 1{: !
Avn 2 > 1 - 1 S - = -
BCT 7' 1 - - - : - 7 '

]

Age : ! ; ' l
17-21 366 | 69 | 34+ 116 6 , 3 - b - lho6 | 35
22-26 154 + 29| 61 "+ 29 150 , 69 - ] - |365 |, 32
27-31 T 1] 3k 116 6, 17 26 | 103 9
32-36 -1 - .38 118 6 4 7 T3 38 Jio7 ' 11
37-41 -, -| 2a ' 6 + 3| so V| 26|77
L2-46 -, -1l 1216 3 ¢+ 1| 20 ¢+ 1|3 3
47-51 = - 9 + b SN e 9. 4 5|18 2
52-56 ol s by 2 - ' - 9 | 5|11
57-61 o el o ke - - 3, 23, -

] ’ )

Education Level : ‘ | | (
Grade School 8 + 2 1 - - ! - - - 9 I 1
Some High School 86 | 16 | 12 | 6 -, - - ' -198 , 9
H.S. Graduate 213 + ko 130 61 12 6 2 | 1 (357 , 31
Some College 153 1 29| 53 !25 58 ; 27 38 : 20 [302 | 26
College Graduate 55 )10 12 + 6| 102 | U7 81 1 43 [250 | 22
Post Grad. Study | 15 , 3 5 2 6 . 21 69 36 J135 | 12

] ; '

1 { Y 1 ' l

:l Percent values are within each grade level and the total for each
major characteristic; they may not sum to 100 owing to rounding error.
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Work factors include responses concerned with work satisfaction,
such as MOS designation, job assignment, the recognition and appreciation
that one gets on a job, the achievement, experience, and responsibility

that one acquires, evaluation and promotion procedures, opportunities for
advancement, work conditions, training for a job, and so on. There are
11 subcategories in this category. —

Military life includes a number of things which have come to be re-
lated to or associated with life in the military, and includes leave and
pass privileges, ordered living and regimentation, the customs and tradi-
tions of the service, military recreation opportunities, social pressures
and satisfactions associated with military life, family life, travel and
nev experiences, military justice, military/civilian work relationships,

and so on. There are 16 subcategories in this category.

Human values concern those aspects of military service relating to
the value system and state of mental health of an individual, and so
include elements that relate to an individual's sense of personal iden-
tity, feelings of personal growth and maturity, confidence in superiors,
identification with the mission of the Army and with national goals, and
so on. This category has 1k subcategories.

There is room for interpretation and judgment in the coding procedure;
Judges did not always agree as to how a response should be coded. The
reliability of the coding procedure was tested for the three coders who
did over 90 percent of the coding. A random sample of 30 questionnaires
was selected and each judged them independently. A coded response was
considered to have not been in agreement with another coder's categori-
zation of that response if it did not fall within the same major area of
interest. On this basis, it was determined that the accuracy of coding
is about 95 percent. This means that there is 95 percent agreement on
the way in which responses have been coded. For example, in the total
of 30 test questionnaires there were 1,485 responses on which judges had
the freedom to disagree. (Because of a few omissions, there were not
a full five responses for every one-.of Parts I through IV.) The coders
agreed on the coding of 1,411 of the 1,485 responses, Thus it appears
that the codidé procedure was sufficiently uniform to be suitable for
analysis of the results.
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ANALYSTIS OF SURVEY DATA

Rationale for Analysis

The extent of the data collected was such that it could not be
analyzed in all its complexities. However, the data are described to
enable readers to determine what additional information may be developed.

Analysis reported herein is principally by grade level; analysis by com-
ponent, years of service, branch of service, age, and education level is
not in this volume.

In the first four parts of the survey, responses were rated by the
respondent in terms of their importance to him; these importance values
are an integral part of the interpretation of the rééponse. Attention
must also be given to the frequency of response within individual cate-
gories of response. In most instances, the frequency of response is
expressed as the number of responses per respondent. These two measures—
the mean importance rating and the response frequency—are combined into
a measure called the Concern Index (CI). The CI is the ratio: responses
per respondent/mean importance rating;hthe larger the CI value, the
greater the expressed concern in that area., For example, suppose from
200 respondents there were 110 responses falling in a particular area of
interest. And suppose the mean importance value of these 11C responses
to be 2,25, The CI would be (110/200)/2,25 or .55/2.25 which solves
to .24, Contrast that CI with one derived from 90 responses by 200 re-
spondents, where the mean importance rating is 2.45, resulting in a CI
of .18; the larger value indicates the greater concern.

The logic behind the index of concern is that both the frequency
with which responses occur and the mean importance value assigned to
them express a measure of concern; that is, a response may be rated highly
important by a few respondents, or it may occur frequently (be mentioned
often), but be assigned less importance. The Concern Index takes both
factors into account and allows description of the relationships between

responses along a single dimension.
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RESULTS

The summary data for all Parts I through IV response categories,
by grade levels, are found in Appendix C. The analysis described for
Parts I, II, III, and IV of the survey has used those data. Aggregate
data for the first four parts of the survey (a total of 19,855 responses)
are given in Table 2. It will be helpful to refer to this table in re-
lation to the general discussion of each part.

PART I — LIKES

Those things liked by respondents are shown in aggregate relastion-
ship in'Figure 1. The base line of Figure 1 is labeled to show the five
major areas of interest into which responses fell:

Personal Comfort and Convenience (PC&C)
Economic Factors (EF)

Work Factors (WF)

Military Life (ML)

Human Values (HV).

Within each of these general areas of interest, responses are collected
for the four grade levels considered in the survey:

1 — E1-E4

2 - E5-E9

3 — Company grade and warrant officers
i — Field grade officers.

It will be noted that the graph in Figure 1 has two ordinates. The
ordinate on the left is scaled to show the number of responses per re-
spondent; heights of the bars are read from this ordinate. The ordinate
on the right is scaled to show the mean rating for the likelihood measure
(indicated by P, for probability) and for the importance rating (indicated
by X). It should be remembered that the smaller the rated value, the
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more likely or more important that response was judged to be. The right-
hand scale was arranged from larger to smaller numerical values so that
the height of the P's and X's in Figure 1 would refer to greater likeli-
hood of occurrence and importance directly.*

It can be seen that the information shown graphically in Figure 1
is summarized in Table 2. To illustrate how this figure and Table 2 were
developed, one needs to use the categories described in Appendix B and
the tables of basic data in Appendix C. Consider, for example, what
E5-E9 respondents like about things classified as Work Factors. It is
seen from Appendix B that Work Factors includes 20 categories of response,
including: Fl — recognition, appreciation and prestige; F2 — achieve-
ment and experience; F3 — responsibility, authority, and challenge; and
finally H5 — inefficiency, waste, and indifference; and LF -~ details
and extra duty. The number of responses falling in each coding category,
for each part of the survey, the mean likelihood and importance rating
assigned to them, and their standard deviations are all given in the
tables in Appendix C; Table C1l0 contains the summary for the 20 coding
categories in Work Factors, for the E5-E9 respondents. From Table Cl0,
it is seen that for the 213 E5-E9 respondents there were a total of
i35 Work Factor responses for Part I, things liked, or .63 responses per
respondent, with code categories F5 — opportunities for advancement,

F8 — training for job, and H2 — job assignment, having the highest
number of responses. The (weighted) mean likelihood and importance values
for those responses ranked by respondents are 2.22 and 2.71, respectively.

The reader who has followed this example will have been exposed to
the interesting detail that the tables in Appendix C provide; much more
analysis than that reported in this volume can be made.

There are very few responses for things liked in the area of Perconal
Comfort and Convenience., A large number of things liked about the Army
fall in the area of Economic Factors, with Military Life and Work Factors
next in frequency, and then Human Values categories.

Associated with these frequencies are the mean importance values.
There are marked differences in indicated importance among enlisted and
officer responses in both Economic Factors and Military Life.

*A means for estimating the statistical significance of differences

among the various values presented in this volume is provided in Appendix C.
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The probability (P) levels associated with the responses vary con-
siderably within an area of interest as a function of the rank of the
respondents and show consideranble variation across the areas. In general,
the lswer the rank of the respondent, the less confident he appears to be
that something liked in the Army is apt to be within his reach. Field
grade officers, on the other hand, appear quite confident that the occur-
rence of Personal Comfort and Convenience factors, the Human Value elements,
the Military Life, and the Work Fsctors liked are all highly probable.

The relationship between the likelihood of something occurring and
the importance value assigned to it suggests the kind of attention and
emphasis that military planners mignt give to those areas of interest.
For example, in general, "like" responses classified as Personal Comfort
and Convenience appear relatively likely of occurrence yet relatively low
in importance, as contrasted with "likes" among Work Factors, which are
low in likelihood and high in importance; this suggests that (if a choice
were being made between these two areas) emphasis might be directed to-
ward Work Factors rather than Personal Comfort and Convenience factors.
In other words, in examining the graphic description of "likes" in
Figure 1, the closer the P and the X are together, the more this should
be an item of attention for a planner who is concerned with reenforcing
or increasing the probability of occurrence of those elements that are
liked about the Army. Those closest together are in the areas of Work
Factors and Military Life for grades E1-Ei and in Work Factors for grades
E5-E9 and company grade officers.

These same data are shown using the Concern Index (CI) concept. As
noted previously, CI values'combine two measures: number of responses
per respondent, and the mean importance assigned to the responses within
a particular category.* CI values given in Table 2 for each area of
interest/grade level/survey part combination are shown graphically for
Parts I and II of the survey in Figure 2. The upper half of the figure
describes the same results shown in Figure 1 (ignoring the likelihood

*The reader should not be disturbed by the seemingly low CI values
reported; he should be reminded that a CI value of .20, say, with a mean
importance value of 2.50, means that 50 percent of the individuals in
that sample group have offered a response in that particular category.
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rating), but in combining importance and frequency of response, shows
the relationships more simply.

Those areas of interest having the largest CI values may now be
examined in greater detail to learn the response categories contributing
most heavily to those areas. For the most part, no category having less
than 10 percent of the responses in that category has been considered.
The most frequently mentioned categories liked in each area of interest
are given in Table 3. From Figures 1 and 2 it is seen that although the
degree of concern varies with grade level, the greatest number of "like"
responses is in Economic Factors; EF accounts for more than 30 percent
of the responses in Part I. In examining Table 3, it is seen that for
grades E1-E4, GI Bill, health care, and PX predominate; all grades like
the security aspects of the Army. Officers and higher enlisted grades
have much greater concern for security and pay than grades E1-EL. Health
care ranks high for all respondents except the field grade officers.
Each of the areas of major interest may be examined in similar detail.

It is of interest to note, for example, the increase in CI values as
grade level increases for MOS and job assignment and for job satisfaction.,

The most dominant of the categories liked are collected and ranked
by grade level in Table 4, The grades El-E4 are most concerned about
those things which contribute to personal growth and development; the
six categories ranking highest deal with new experience, training, and
education—all areas which contribute to personal growth For the other
enlisted grades, economic factors ulso rise to the top group. Job satis-
faction, along with economic factors of pay and security rank high in
things liked for officer grades; health care for the respondent ranks
generally high for all grades except field grade officers.

Those things responded to in Part I are the elements liked in the
present-day Army. It should be noted (from Table 2) that there are
about 16 percent more dislike than like responses, so one should not
interpret these findings on likes as meaning that they were necessarily
found satisfactory by respondents-—-they like them, but they often would

like more of them. In other words, planners should be concerned not
only with reducing or eliminating service irritants as expressed by
"dislikes," but with reenforcing those things liked and ensuring that
their probability of occurrence is high.
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PART ITI — DISLIKES

The second part of the survey asked a respondent to try to name five
things he disliked about the Arny, and then to order them in importance.
There were more responses for the dislike portion of the survey than for
any of the other parts, accounting for about 28 percent of all the re-
sponses in Parts I through IV.

The distribution of the responses in Part II is shown in Figure 2
in terms of Concern Index values for the various areas of interest.

Part I and Part II responses tend to complement each other as might be
expected. That is, where things are liked in one area, there tend to be
relatively fewer dislikes in that area, and vice versa; Economic Factors
and Military Life illustrate the point. Relative to those things liked
in the Army, there is greater concern expressed in the form of dislikes
for Personal Comfort and Convenience, Military Life, and Human Values.
When such a relationship appears—greater concern for dislikes than
likes—there would appear to be an area to which planning attention
should be given.

In terms of percentages, 31 percent of the responses in "dislike"
categories are recorded in Military Life; 24 percent are in Human Values;
20 percent in Work Factors; 17 percent in Economic Factors; and 8 percent
in Personal Comfort and Convenience,

A striking difference is noted in the Military Life and in the Human
Values areas with respect to differential concern felt among grade levels
for things d;sliked; there is a marked increasing concern as the grade
increases in'the Military Life area, and marked decreasing concern as
grade increases in the Human Values area.

The principal individual categories within the major areas of inter-
est are shown in Table 5. The same criterion of 10 percent of the re-
sponses being required in the category before it was included has been
applied. The major area of interest represented most generally among
all the grade levels is that of Personal Comfort and Convenience, but
the CI value is high for only El-EW respondents. Among the Economic
Factors, (insufficient) Pay predominates in dislikes, but with CI values

decreasing as grade increases. A number of categories are found in the

Work Factors area; most are of low concern to El-El respondents. Evaluation
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and promotion procedures are not of great concern for the El-E4 grades,
but are of high concern for all other grades. The Military Life area
has the largest number of disliked categories, with field grade officers
notably high on complaints about local procedures, femily separation,
and military/civilian relationships. E1-E4 respondents are represented
in this area, but are not highly concerned over Military Life factors,
except for dissatisfaction with regimentation in general. E1-El concern
is high, however, in the Human Values area, with harassment and loss of
personal identity being the principal responses; in fact, these account
for over 40 percent of all E1-EW responses in the Human Values area.
Company grade officers also have dominant dislikes in this area, princi-
pally in criticism of the competence of superiors and in loss of personal
identity. -
The rankihg among categories of dislike, by grade, is shown in -
Table 6. Pay stands at the top of the list for the enlisted men, but
assignment to duty station and evaluation and promotion procedure are
highest for the officers. In general, things connected with work and
duty contribute more to dislikes for the senior NCO's and the officer
grades.
These dislikes represent service irritants, the sort of things that
may be improved or eliminated. In fact, these dislikes are reflected in
the suggestions for proposed improvements that are discussed in the

following section,

PARTS III AND IV — PROPOSED IMPROVEMENTS

As previously mentioned, in Part III of the survey instrument, the
respondents were asked to name things that are not now characteristic of
or are not now being done in the Army, but which might improve the Army
if they were. 1In Part IV, the respondents were asked to summarize their
thinking on improvements by listing items that would, in their opinion,
make the Army a Better place in which to serve. A tabulation of the
results by rank and response category is given in Appendix C. (No elear
distinction appears to have been made by some respondents between
Part III and Part IV, so that both parts, to some degree, refer to

improvements in general.)
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Part III vs Part IV — Response Frequency
A summary of the numbers of responses in Parts III and IV according

to rank and major area of interest is given in Table 7. It is seen that
for every major area of interest, the number of responses for the El-Eb
grades is higher for Part III than for Part IV. In other words, the
improvements suggested by the lower ranks appear to be predominantly
things that are not now being done. Having listed these in Part III,
many respondents probably did not bother to repeat them in Part IV, as
indicated by a total of 2,224 responses in Part III and only 1,916 in
Part IV. A similar situation cxists for the E5-E9 grades, although to
a lesser degree, with 886 responses in Part III and only 835 in Part IV.

Both company grade and field grade officers had about an equal
number of responses in Parts III and IV—1,011 vs 1,010 for company grade
and 875 vs 878 for field grade officers. This corresponds to an average
of 4.6 responses per officer in each part, which is close to the permis-
sible total number of 5. Thus if there is a difference in response
frequency between Parts III and IV in a given area of interest for the
officer grades, there would have to be a compensating difference in one
or more of the other areas of interest.

A substantial difference does exist between Parts III and IV field
officer responses in the Economic Factors area, namely, a decrease from
335 to 277 responses (19 percent). This decrease is balanced by corre-
sponding increases in Part IV responses in the areas of Work Factors and
Military Life. Somewhat similar results may be noted for company grade
officers, although to a lesser degree,.

It may be inferred from the above that although field grade officers
feel that they would like to have certain economic benefits that the Army

does not now provide, nevertheless, some of these benefits are sufficiently

low in importance to them that they would first prefer to see some changes
in current practices in the areas of Work Factors and Military Life.
Examples of categories that represent a substantially greater degree
of concern in Part III than in Part IV, in other words, those categories
where something is not being done that is considered important, but of
lesser importance than some other possible changes in current practices

or procedures, are:
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For E1-E4 — On-post living conditions

For E5-E9 — Allowances and benefits in general
Health care for dependents

For Company Grade Officers — Health care for dependents

For Field Grade Officers — Allowances and benefits in general
Health care for dependents.

For the responses included under the item, health care for dependents,
82 percent of the responses for NCO's, 64 percent for company grade
officers, and 78 percent for field grade officers recommended free

dental care for dependents.,

Comparison of Responses in Part III in Major Areas of Interest, by Grade

The responses in Part III were examined to obtain a comparative
overview of the opinions of the four grade groups concerning improvements
not now found in the Army in the various areas of interest.

For each grade group, the area of Personal Comfort and Convenience
is ranked lowest in terms of number of improvements suggested, with only
10 percent of the total responses for E1-Ei, 8 percent for E5-E9, L per-
cent for company grade, and 5 percent for field grade officers consisting
of items in this area.

All four groups submitted about the same proportion of suggested
improvements in the area of Work Factors, that is, about 20 percent of
responses. However, marked differences exist between the El-El responses
and those of the other three groups in the remaining areas of interest:
Economic Factors, Military Life, and Human Values. Only 20 percent of
E1-El responses were for improvement in the area of Economic Factors, as
compared with 27 percent for NCO's and company grade officers, and
39 percent for field grade officers.

Twenty-one percent of responses for the E1-ElU group were in the
Military Life area, as compared with 30 percent or a little higher for
the other three groups.

The frequency of responses in the area of Human Values presents
an interesting picture. This is the category in which the highest pro-
portion of responses for the El-E4 group occurs, namely 28 percent, in
comparison with relatively low frequencies for the other groups—14 per-
cent for E5-EY, 13 percent for company grade officers, and only 7 percent
for field grade officers. This is consistent with other findings men-

tioned previously. 36
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These results, when combined ;ith the data on importance values, can
be helpful in decisions on proposed changes or improvements, depending
upon which grade group the change is intended to affect.

The Concern Index of the various grade groups in the major areas of
interest as listed in Table 2 for Parts III and IV of the survey returns
is illustrated pictorially in Figure 3.

It will be seen that the pattern of responses for each grade group
is quite similar for Parts III and IV. All groups are concerned to a
substantial degree with improvements in the ereas of Economic Factors,
Work Factors, and Military Life, although the E1-E4 grade group is some-
what less concerned than the other three. The area of Personal Comfort
and Convenience is of relatively low concern to all four groups although,
as might be expected, it is of more concern to the enlisted ranks—whose
accommodations are more prescribed—than it is to the officer grades.
Once again it is seen that the Human Values area is of greater concern
to the El-Eh érade group than any of the other areas; the area ranks
relatively lower with the NCO and company officer groups, and is lowest

for the field grade officers.

Specific Items of Concern in Major Areas of Interest

To obtain an indication of the specific items of greatest concern

for proposed improvement, the responses in Parts JII and IV were grouped
according to the revised code categories in Appendix B, and those cate-
gories in each major area of interest were selected for each grade which
had over 10 percent of the total responses in that area. The results
are given in Table 8, together with the Concern Index as computed for
each response category by grade.

The CI may be used to obtain a relative ranking of the various cate-
gories in terms of importance within each grade group. This is done in
Table 9 for both Part III and Part IV returns for categories with CI
equal to .05 or more.

From the Part IV results, it is seen that pay is the first concern
for improvement by all ranks. However, there is a marked difference
between the El-E4 grade group and the others for in the next in order.
Both officer groups and the NCO's considered improvements in evaluation

and promotion procedures and assignment to duty station of greatest

37
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Fig. 3—Concern in Areas of Interest, by Grade Level: Improvements Suggested
Numbers under the bars indicate grade level: 1, E1 to E4; 2, ES 10 EY;

3, company-grade and warrant officers; 4, field-grade officers
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concern next to pay, whereas the E1-El grade group was more concerned
with improvements in the categories volunteer Army/draft modifications
and personal identity.

The Concern Index for the various grade groups for these response
categories is shown in Figure 4. It is seen that although concern with
ray is high for all ranks, this concern decreases with rank. On the
other hand, there is increasing concern with increasing rank in evalua-
tion and promotion procedures and assignment to duty station.

The two categories personal identity and volunteer Army/draft modi-
fications show a sharp drop in degree of concern from the E1-Ek grades
to NCO's, and from NCO's to field officers. However, company grade
officers display a degree of concern in these categories that is nearly
as high as that of the El-E4 group, especially in the personal identity
category. This suggests that personal identity and other Human Values
problems are primarily the concern of youth in that the El-E4 grades and
the junior officers tend to be drawn from the younger age group; in addi-
tion, they are of lower status in their parts of the military organiza-
tion hierarchy, which may have some bearing on their concerns.

The categories listed in Table 9 should serve as a useful guide to
problem areas for consideration in any study of potential improvements
for the Army. The rankings as developed also indicate the relative con-

cern of different grade groups in the various categories.

PART V — REENLISTMENT POTENTIAL

Part V of the survey secured a quantitative estimate of the poten-
tial for reenlistment on the strength of improvements the respondent had
suggested. He was asked to assume that he was a 22-year old enlisted
man just completing his first term of service. He was then asked to
indicate the likelihood that he would reenlist. That likelihood was
expressed on a 5-point scale, 1 being "very likely would reenlist,” to
5, "would reenlist under no circumstances." The same question was then
asked again, but now the respondent made the judgment considering that
the improvements he had suggested earlier had been put into effect; re-

sponses were scaled in the same manner as before,

L1
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Fig. 4—Concern Index of Improvements of Greatest Concern, by Grede Level

Numbers under the bars indicate grade level: 1, El 1o E4; 2, ES to EY;
3, company-grade ond warrent officers; 4, field-grade officers

b2

[ —

b -

e




2t bel Gl e Ba

Buvicio. §
o

Gsandian §
ey

Svauminy
Oy

The mean scale values to tnese two Questions are shown in Table 10.
It is seen that in general there is a shift of about one unit in reenlist-
ment potential after improvements are suggested. There do not appear to
be any differences among posts. There do appear to be differences among
grade levels, however, with the responses of the enlisted grades, espe-
cially at the E1-E4 grade level, showing much less estimat~d inclination
to reenlist after improvements than do the responses of the officers.
Officer response, however, could be expected to be less valid than for
the enlisted imen who are closer conceptually to such a reenlistment
situation,

It might be noted that the'reenlistment without improvement' responses
for all personnel are significantly below the scale mid-point of 3.0.
Considering officer responses especially, this suggests that, at the
present time, they appear not +o be advocates of voluntary Army enlist-
ment, on the average.

There appear to be no consistent differences in shift from'without
improvements" to "improvements" for the various Army components. It might
be noted that draftees (AUS) expressed a significantly lower inclination
to reenlist both before and after improvements than did the other com-
ponents—a not unexpected finding.

In general, with increased years of active Army service, the re-
spondents have a more favorable attitude toward reenlistment.

Differences among branches w?th respect to changes as a result of
improvements are most evident for Mllltary Intelligence, with a shift
from L.43 to 2.64; for the Chaplain Corps, from 4,22 to 2.LlL; for Medical
Service Corps personnel, from 4.18 to 2.86; for Signal Corps, from 3.80
~to 2.50; and for those respondents in the Women's Army Corps, from 3.58
to 2.25. (It should be remembered that lower numbers mean higher esti-
mates of reenlistment inclination.)

The results, as related to education level, are similar to those for
years of service. The more education tﬂf\respondent had, the lower his
inclination to reenlist before improvem‘ﬂts-—but also the more the improve-
ments he had suggested inclined him toward reenlistment.

The distribution of reenlistment respondents are examined in greater
detail in Table 11 for the El-EL respondents. It is noted that 5 percent
of E1-F4 grades indicated that they were definitely (values of 1 and 2)
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REENLISTMENT RESPONSES — TOTAL SAMPLE

Table 10

Reenlist w/o Improvements

Reenlist with Improvements

Nl Mean? sp3 Nl Mean2 SD3
Post
1 146 4.18 .89 145 3.08 1.22
2 196 3.93 1.21 197 2.88 1.38
3 222 3.78 Y1.XT 222 2.68 1.3k
L 17k L.o6 1.08 17k 2.99 1.34
5 205 L.15 .98 205 3.12 1.46
6 168 3.96 1.13 167 2.96 1.41
Total 1111 1110
Grade
E1-E4 507 L.31 .94 507 3.50 1.36
ES-E9 204 3.55 1.39 202 2.49 1.43
co 217 3.95 .97 217 2.58 1.08
FO 184 3.67 1.12 184 2.28 1.09
Component
RA 581 3.84 1.17 579 2.72 1.38
AUS 393 4,25 .98 393 3.31 1.36
NG 24 3.92 1.08 2L 3.08 1.35
RES 107 3.7k 1.32 cT 2.52 1.23
Years Active
Armx Service
1-3 17 L.28 .89 717 3.35 1.33
L-6 78 3.72 1.22 78 2.44 1.19
7-9 53 3.55 1.22 53 211 1.13
10-12 65 3.49 1.23 65 2.17 1.16
13-15 sk 3.61 1.16 53 2.15 1.00
16-18 L9 3.31 1.43 L8 2.0k 107
19-21 29 2.93 1.17 29 1.90 .92
22-24 24 3.58 1.26 2 2.17 1.07
25-27 28 2.29 1.62 28 1.32 1.00
IN = number of respondents
2Mean = mean scale value of reenlistment response

3SD = standard deviation
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Table 10 (continued)

Reenlist w/o Improvements

Reenlist with Improvements

N Mean SD N Mean SD
Present Branch
AGC 35 3.91 1.18 35 2.69 1.43
Armd 65 3.98 1.25 65 2.98 1.48
AI 1L b.43 .62 14 2.64 .97
AMSC 25 L.12 1.07 oL 3.21 1.55
ANC 16 3.75 .90 16 2.63 1.11
Arty 2L6 3.91 1.13 2u6 2.89 1.k
Ch 9 4. 22 .92 9 2.u4 1.26
CmlC 9 4.22 .63 9 3.00 .94
CE 9 4.15 1.06 9L 2.98 1.31
DC 19 3.79 1.10 19 2.68 1.30
FC 2 L.50 .50 2 3.50 .50
Inf 186 3.90 1.14 186 2.98 1.35
JAGC L 4.00 .T1 L 2.00 1.00
MC 101 4.30 .94 101 3.34 1.38
MSC 66 L.18 .87 66 2.86 1.27
MPC 35 b7 1.28 3k 3.09 1.54
OrdC 15 3.00 1.32 15 2.13 1.09
QMC 33 3.70 1.34 33 2.55 1.44
SigC 30 3.80 1.14 30 2.50 1.36
C 24 3.96 1.17 1 2.83 1.37
vC - - - - - -
WAC 12 3.58 .95 12 2.25 .92
Avn 17 4.06 1.00 A7 3.00 1.41
BCT b 3.50 1l.12 L 2.50 1.50
Age
17-21 388 L.20 1.01 388 3.41 1.37
22-26 354 L.27 84 354 3.15 1.30
27=-31 102 3.76 1.30 102 2.53 1.40
32-36 124 3.50 1.22 123 2.17 1.11
37-41 T4 3.36 1.31 T3 2.10 1.00
h2-46 35 3.6 1.18 35 2.1l 1.14
47-51 17 2.76 1.4 17 1.71 67
52-56 11 3.09 1.24 11 1.91 1.00
57-61 3 4.33 A7 3 2.00 .82
Education Level
Grade School 9 3.4b4 1.26 9 2.78 1.23
Some High School 89 3.99 1.24 90 3.11 1.43
H.S. Graduate 4L 3.90 1.26 342 3.05 1.47
Some College 293 3.95 1.11 293 2.85 1.42
College Graduate 243 4.05 .96 242 2.84 1.26
Post Grad. Study 134 L.28 .79 134 2.90 1.25
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inclined toward reenlistment before improvements. After improvements,
26 percent were in that category. Thus it could be conjectured that the
improvements suggested affected attitude toward reenlistment, increasing
the numbers by about 20 percentage points.

As a way of pointing up changes infiuencing possible reenlistment,
an arbitrary criterion of a shift of at least two scale units toward re-
enlistment inclination before and after improvements was used to sort
those individuals most changed in their inclination toward reenlistment.
Among the El-Ek grades, this constituted a group of 118. The responses
of the remaining E1-E4 (38Y) were then compared with those of the above
group. The larger group is called Would Not Reenlist; the smaller group
is called Would Reenlist. (It will be noted that 389 and 118 do not
total 530, the number of El1-EL grades in the total sample. This decrease
in sample size in this part of the analysis is due to the fact that some
El1-El respondents did not complete both parts of the reenlistment scale
value.)

The differences in CI of the El-E4 respondents who would reenlist,
compared with those who would not, are shown in Table 12. A general
criterion of a two to one relationship in the CI value (where at least
one of the pairs of values was .05 or larger) was used to select those
categories that distinguish between those respondents who would reenlist
and those who would not. Thus the first category listed in Table 12 is
health care for respondent, with a CI value of .05 for those that would
not reenlist, and a CI value of .10 for those who would reenlist., The
underscored value is the higher value; those things of greatest signifi-
cance with respect to potential reenlistment are the comparisons where
the CI values are relatively high for both reenlistmeﬁt categories. Thus
the individual who would reenlist is more concerned iabout:

His health care
Family separation
Work hours :
Standards of personal appearance and beiavior
(toward less restrictive standards) ;-
Harassment (reduced harassment). )

o

The things that he is less concerned about are:

Military Justice

On-post living conditions

Details and extra duty

Liberalization of Army policies

His personal attit.de toward military mission.
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Simply, two to one differences in CI values between those who would
reenlist and those who would not does not show the complete picture of
the concerns of the El-E4 who tends toward reenlistment. The two groups
have masy things in common. The dominant concerns of the potential re-
enlistee are shown in Table 13. He likes what the Army provides with
respect to his personal growth and development, both in and out of ser-
vice. He dislikes and suggests change in things associated with Army
duty as a job: pay, duty hours, assignment, evaluation and promotion.

He would like better living conditions and food; he suggests changes to
reduce harassment, to help him maintain his identity, to give him greater

control over his time and appearance.

POTENTIAL DISSIDENTS

Although "dissent" was never mentioned in the survey, it is possible
to make estimates from the survey responses of those respondents who may
be "potential dissidents"; such estimation assumes, of course, the veracity
of the respondents' answers. The following criteria were used to select
those respondents who might be termed potential dissidents.

1. Omitted Part I (Likes) of the survey (when he had completed the
other portions), or stated, "There is nothing about the Army I
like,"

2. Indicated that he would reenlist under no circumstances even
after improvements,

3. Used emotionally-toned words such as "fascist" or "totalitarian'
to describe the Army in his responses on any part of the survey

instrument.

L, Asserted that he felt severe restrictions on his freedom of

speech.

5. Expressed agreement with dissident activity.

Using these criteria, 127 respondents were selected as potential
dissidents from the total of 530 El1-Ek grades. To demonstrate differences
in concerns of the potential dissidents from those persons more favorably
inclined toward the Army, the concerns of the potential dissidents were
compared with those of the potential reenlistee—those respondents in the

group previously termed "would reenlist.”" 1In effect, this analysis

k9
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